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Abstract
Purpose – The purpose of this paper is to provide new evidence on the different dimensions of well-being
that can occur in work integration social enterprises (WISEs). This study aims to call for a future discussion
on the role of meaningful work (MW) and its impact upon well-being beyond satisfaction.
Design/methodology/approach – Explorative interviews were undertaken with professional workers
and beneficiaries within a Spanish WISE. These interviews aimed to uncover similarities and differences
across aspects of what makes work meaningful to them as workers. Both eudaimonic and hedonic dimensions
of well-being were used to analyse the data.
Findings – Different groups of employees show that professional employees (those working in the WISE,
not because of their disadvantages in the labour market) create their narratives based on MW experiences
(eudaimonic well-being), whereas beneficiaries (those working in the WISE because of their disadvantages in
the labour market) often describe how satisfied they are at work (hedonic).
Originality/value – The concept of MW within WISEs to achieve well-being for both beneficiaries
and professional workers could be enhanced through discussion of the different types of well-being
that are being realised in such settings. Engaging with the concept of “eudaimonia” helps the authors
to achieve this aim.
Keywords Well-being, Job quality, Meaningful work, Hedonic, Work integration social enterprise,
Eudaimonia
Paper type Research paper
Introduction
There is a growing literature around the impact of work integration social enterprises
(WISEs) on the health and well-being of professional employees (i.e. those not
disadvantaged in the labour market and working in the WISE) and beneficiaries (those
working in the WISE because of their disadvantages in the labour market). This
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differentiation of workers and beneficiaries follows the approach of Amin (2009), where staff
are considered to often be in positions of managers or senior and experienced workers,
whereas employees are those working in the WISE as a result of disadvantage in the labour
market. Most of the literature on the impact of WISEs seeks to uncover the extent to which
particular groups, such as beneficiaries are satisfied in their workplace (Villotti et al., 2012),
while other focus on other elements of well-being such as self-esteem and how this can
impact upon factors such as job tenure (Lanctôt et al., 2012) or on levels of stigma from the
local community (Krupa et al., 2019). Still, a smaller number of studies have brought into
focus the role that meaningful work (MW) plays in the impact of WISEs. These studies have
begun to unpack what it means for work to be meaningful to service users (Macaulay et al.,
2018). Interaction with others (Ho and Chan, 2010), availability of training opportunities
(Teasdale, 2010) and favourable working conditions all seem to be key to realising well-
being in such settings.
However, we consider that there are two aspects of this literature that require further
unpacking and exploration. Firstly, there is a lack of focus on the impact that WISEs may
have on those (individuals) that work in social enterprises. That is, people distinct from
those explicitly recognised as receiving the services that a WISE may have been set up to
deliver. Secondly, we argue that further detail on the concept of MW to achieve well-being
withinWISEs could be enhanced through discussion of the different types of well-being that
are being realised. Doing so would lend much needed nuance to discussions about workers’
well-being within WISEs. Engaging with the concept of “eudaimonia” – a Greek word
roughly translated as “human flourishing” – as we will discuss – helps us to reach this goal.
Our study is organised as follows. We explore long-standing understandings about the
eudaimonic dimension of well-being, recognising its origins and its relative under-
development in relation to discussions of social enterprise and well-being in the extant
literature to date. After explaining the methods used in our study, we proceed to draw upon
our empirical findings from research on MW in WISEs. Exploratory interviews were
undertaken with a range of workers within a pioneering Catalan WISE called “La Fageda”.
They have been operating successfully for more than 30 years while offering remunerated
work to beneficiaries. The aim of these interviews and subsequent analysis were to develop
an understanding of the similarities and differences across aspects of what makes work
meaningful to professional employees and beneficiaries. Our study uncovers that there is a
complex mix of both eudaimonic and hedonic dimensions of well-being realised within
WISEs. Some professional employees build narratives to describe their experience at work
that is built on meaningfulness and how that plays a key role in realising well-being (as part
of the eudaimonic dimension), while others, particularly beneficiaries, build their well-being
narratives based on how satisfied they felt at work (hedonic dimension). Our chapter
concludes by outlining how and why the concept of eudaimonia is important to social
enterprise research and explains that further research is needed to help extend
understanding of howWISEs impact on their various stakeholder groups from a well-being
perspective.
Well-being and eudaimonia
Since ancient Greek times, philosophers such Socrates, Plato and Aristotle have been
concerned with what it means to live a “good life”. These concerns are analogous to what,
today, we refer to as “well-being”. Different interpretations of what a “well-lived life”means
continue to encourage debate amongst researchers. In his Nicomachean Ethics, Aristotle
proposed eudaimonia as the goal of fulfilling life with a “certain activity of the soul in accord




spent on worthwhile aims. Still, the issue of well-being is a complex question that requires
deep reflection (Tiberius, 2014), as the issue of what “worthwhile” means in this context is
highly subjective.
Most empirical work assessing well-being, particularly in contemporary psychology, is
based on the notion of subjective well-being (Diener, 2012) where assessment involves
investigating the presence of positive feelings, the absence of negative feelings and overall
satisfaction with one’s circumstances. Some psychology scholars go beyond the subjective
well-being framework in search of a more expansive perspective on well-being (Ryff, 1989;
Ryan and Deci 2001) explaining that the eudaimonic perspective is related to the idea of
fulfilling purpose and finding meaning reflected as “optimal functioning” in life,
emphasizing intersubjective experiences through positive relationships with others.
A strict interpretation of eudaimonia though, conforming with Aristotle’s teachings,
would relate to what is worth pursuing in life, what makes life meaningful and not
necessarily the subjective experience of contentment (Heintzelman, 2018). Staying true to
Aristotle involves examining how eudaimonia involves “behaving virtuously” towards
others (Annas, 1995) and
[. . .] should not be understood as referring to any kind of subjective experience or ‘richer feeling
of happiness’ but is rather about a good and valued way of living that can produce happiness,
vitality and wellness as its by-products. Furthermore, eudaimonia is especially found in those
manners of living and pursuits that reflect our positive human nature. (Ryan and Martela, 2016,
p. 109)
We think that the eudaimonic perspective provides a framing that can help build a deeper
understanding of well-being, and is pertinent to the conditions of WISEs because of the
opportunities that these organisations provide for workers to find meaning in their lives, as
well as to contribute to the meaning in the lives of colleagues and/or customers. Occupations
that have a direct impact on others have been found to be more meaningful for those who
work and contribute in such settings (Bryce, 2018). Indeed, by working to contribute
towards the well-being of others can help in creating purpose in one’s own life.
Extant research findings show that there is potential for social enterprises to positively
affect the health and well-being of individuals and communities (Roy, Donaldson, Baker,
et al., 2013; Elmes, 2019; Blake, 2019). From the sparse range of studies that attempt to
highlight the impact of WISEs (Gidron, 2014; Jeffery, 2005), there remains a lack of evidence
regarding how the well-being of workers within these organisations is affected (Williams,
Fossey and Harvey, 2012). A growing body of literature (Chan, 2015; Ho and Chan, 2010;
Munoz et al., 2015; Farmer et al., 2016) has started to provide evidence that WISEs can have
positive impacts on workers’ health and well-being. However, there are other types of
workers in WISES – professional employees and managers – and there remains a lack of
empirical evidence on how employment within WISEs can affect their well-being, as well as
the intended beneficiary workers.
There is also research evidence about the positive well-being effects of WISE for
beneficiaries, including non-vocational outcomes of mental health such as self-esteem
(Ferguson and Islam, 2008), self-confidence (Ho and Chan, 2010), self-efficacy (Hazenberg
et al., 2014), self-worth and empowering disadvantaged groups (Teasdale, 2010). However,
there is a lack of evidence concerning how involvement with meaningful activities impacts
well-being beyond only pleasant and positive feelings that bring personal benefit. Hedonic
well-being relates to concern about the fulfilment of one’s own needs and desires, often
accompanied by feelings of pleasure. Eudaimonic well-being, in contrast, is related to
meaningful actions (Steger et al., 2012; Bauer et al., 2008; Gallagher et al., 2009) but is often






offer a novel perspective on WISEs and well-being, especially regarding how and in what
ways, workers describe their work as meaningful. There are currently published
frameworks through which one can measure MW. Steger et al. (2012, p. 326) review these
measurements and highlight that they have “developed erratically and on an ad hoc basis,
while still demonstrating allegiance to a rather vague definition of MW”. Steger et al. (2012)
then developed a framework for measuring MW based upon the idea that MW is a
subjective experience, that one can develop a meaning in life through work, and that people
desire to contribute to the common good through their work. While Yeoman (2014) is keen to
highlight that MW should be a right to which everyone is entitled to. This is even though the
current conception of MWhas been diminished:
[. . .] to the status of individual taste or preference, which it is no business of the state to promote.
But this settlement is normatively inadequate when the centrality of work in modern societies
makes it increasingly difficult for individuals to remedy non-meaningful work in other action
contexts. (Yeoman, 2014, p. 236).
There is an important distinction between the meaning of work and MW (Rosso et al., 2010;
Steger et al., 2012). The meaning of work is the meaning that could be attached to a job
whereas the MW refers to how significant that job was in the development of meaning in
their lives (Rosso et al., 2010). For example, work could just mean a wage, but it could also
mean experiences of oppression or inequality. According to Steger, Dik and Duffy (2012),
MW is positive in valence because of eudaimonic focus (purpose-oriented) rather than
hedonic (pleasure-oriented).
Work has an instrumental value, providing means for living but it also offers
opportunities to connect and to make contributions to others’ lives, while building a sense of
community between people. MW refers both to the context of work and to the job itself being
understood as purposeful (Pratt and Ashforth, 2003). This conception often comes from
organisational purpose, values and from intrinsic characteristics of work. As WISEs focus
on improving the quality of life of disadvantaged workers, employees working in this
context are ideally suited for exploring the idea of eudaimonic well-being at work. Exploring
meaningfulness in WISEs through the roles and identities that workers have in
organisations allows us to understand how these aspects might impact upon perceptions of
MW. Themethodology andmethods used to reach this aimwill now be detailed.
Methodology
In this study, the aim was to discover how different groups of employees (beneficiaries and
professional employees) understand their well-being in WISEs, posing the following
research questions: how is MW perceived in this organisational setting? And how does this
impact the employees’ well-being? Exploratory in-depth interviews were undertaken with
professional workers and beneficiaries during a two-week stay in the organisation “La
Fageda”. The first author spent (8 h daily) at La Fageda and met participants for informal
interviews, researching organisations documents, files and appearances in local and
national media. Data presented was obtained during the first author’s doctoral research.
Ethical approval was obtained from Jaume I University Ethics Board. All interviewees were
informed about the research aims and were provided with a consent form, which
acknowledged that the data will only be used for research purposes.
La fageda
La Fageda is a pioneer WISE known for its yoghurt production and for employing workers




experience mental illness. The organisation has been in operation since 1982 and is
acknowledged for its social mission. Nowadays, La Fageda produces more than 40 million
yoghurts per year. Its founder thinks that the value of La Fageda is “offering MW placing
emphasis on a person’s capabilities for all workers” (from interview). La Fageda has 307
employees, of which 160 are experiencing mental health conditions or cognitive disabilities.
One of the most important impacts is that most of the workers experiencing mental illness
hold paid employment. Recently this social enterprise started working with young people at
the risk of social exclusion by incorporating beneficiaries’ workers in different departments
with the aim to re-integrate them back into work. Workers perform tasks in different
departments such as fabric, dairy farming, gardening, warehousing and laboratory work. In
total, 147 professional employees hold different positions within the organisation, coming
from different backgrounds such as psychology or social work, quality control, marketing
and sales or administration.
Sampling
Purposeful sampling was used as part of this rich case study approach (Patton, 2001).
Interviews were held with 10 full-time paid workers, namely, 6 “professional employees” (4
female and 2 male) and 4 beneficiaries (2 female and 2 male). Professional employees worked
in the fabric department (one), gardening project (one), human development department
(one) and social department (one), all with full-time permanent contracts. Beneficiaries were
aged between 20 and 40 and represented different disadvantages on the labour market;
mental health issue (1), physically disabled (1) and young people at the risk of exclusion (2).
One participant had permanent full-time employment, while the other three were on paid
training. Beneficiaries were from the fabric department, laboratory and administration
department. Rather than their real names, in this study, we use the names of the different
departments that employees worked within (Table 1).
Interviews
Employees were asked to talk about their experiences in theWISE, discussing their personal
situation and their interaction with others. Focus was placed on questions regarding
employees own well-being, allowing an exploration of personal narratives related to the
experience of working in the WISE (McAdams, 2008). The study used 10 audio recorded
semi-structured interviews to collect data. All interviews were recorded, with consent and
transcribed manually. Interview data helped to understand the extent to which employees































to their well-being. To achieve triangulation across different forms of data, we also used
data from informal interviews and discussions carried out during the visits. Personal notes,
organisation documents provided by the organisation and published documents by media
were also used in the triangulation process.
Data analysis
Interview data were analysed thematically. Initial codes were generated inductively from
the start of the data gathering process for both employees groups. Initial themes included:
“well-being at work”, “purpose”, “meaningful activities”, “learning”, “opportunity”, “needs”
and “environment”. These codes were then converted into larger superordinate themes that
were related to the well-being of two different groups of workers. Themes were emerging
from data but also from previous research on eudaimonic and hedonic well-being. Data was
interpreted with the help of qualitative analysis software Atlas.ti. Data was collected in the
Spanish language. It was originally transcribed and analysed in Spanish. Following this, the
verbatim quotes used in the Findings section were translated into English. The first author
is fluent with both English and Spanish languages.
Findings
The findings are presented in three sections below. The first theme relates to contribution to
beneficiary’s well-being and was taken as an important theme for professional workers for
understanding their work as providing their lives with meaning. The professional
employees recognised that MW was embedded in the purpose of the organisation: helping
beneficiaries in day-to-day activities. This embedded purpose then contributed to their sense
of (eudaimonic) well-being. Furthermore, professional employees were found to value the
opportunity for “self-actualisation” offered within the WISE. The second theme relates to
what was important for the beneficiary’s well-being. They highlighted on-the-job learning
and improving working skills as important. Beneficiaries valued the support they have at
work and the opportunity for learning so that they could potentially achieve a better paid
job in the wider labour market. Beneficiaries also expressed discontent with their current
pay, which suggests that their motivation is, to an extent, extrinsic. Each theme is presented
and explored, in turn, before being developed further in the discussion section.
Theme 1 – Finding meaning in work for the common good: professional
employees well-being
Professional employees perceived their organisation’s purpose in contributing towards good
for others, as also meaningful and important for their own well-being. They tended to
describe it as subjective experience but eudaimonic-oriented, rooted in activity where the
work contributes to others’well-being.
[. . .] Most people who are part of our project are in it because they have found a meaning in the
work they do for others and for the common good. To be in the place where you can develop
professional activity and be able to give something back to society. Until you don’t try that you
don’t know how you can be enhanced as a person. (Professional Employee – Human
Development Department)
The purpose of the organisation can create impacts beyond the work context, such as life
experience. Professional employees did not create narratives about satisfaction with work
regarding meeting their own needs but rather they related meaning as experiences that
fulfilled their life in the context of work. This is a qualitatively different position than




Professional employees talked about their work relating it to caring about the well-being of
users and how this is related to their development of MW:
Seeing others as a person, understanding their needs and challenges that they face. I wouldn’t say
it changed my whole life, but it did change the way I look at life. . .and I didn’t experience that in
other work contexts. (Professional Employee – Social Department)
Meaningfulness is created through the work one does with a greater cause, such as making a
difference to important social problems. In an Aristotelian sense, “eudaimonistic” assumes
that one is not pursuing for his own happiness, but for others, for their sake. This
implication of prosocial motivation towards others may come from beliefs about the
organisation in which work is rooted.
You have a project that you love, and you wanted it to work out because it’s the topic you get
emotional with. I guess it is a question of emotions. If it were a fabric with machines, I wouldn’t be
so excited nor motivated. But you are working with people, people that you take care of, and you
want this project to work above all. (Professional Employee –Gardening Project)
Being connected to beneficiaries and having the opportunity to work day-to-day with them
and see their development helped professional employees to perceive their work as
meaningful. One of the professional employees from the social department noticed how
motivation came from realizing that life improved for the beneficiary:
I am still in love with the project as in the beginning. Because every day I see very clearly the goal
that we have. I see people who are having difficulty coming to work every day and having
difficulty in doing activities. I also see how, after a while, a person is growing and is gaining
confidence. Many changed their lives here. This is my motivation. (Professional Employee –
Social Department)
Professional employees perceived that their work in the WISE was different from previous
work experience in the for-profit sector and this was reflected in the opportunity to exercise
virtues, such as contributing towards beneficiaries (others) well-being. As a result,
relationships are more “caring” and tolerant, as value is perceived if beneficiaries are
satisfied or their life is improved during the work rather than what might be the case in a
mainstream workplace. This allowed professional workers to understand that their work
has a direct impact on the lives of beneficiaries.
We found that professional employees were inspired through purposeful work, which
echoes with the human desire of engaging within work that can help others. For them, this
was a source of inspiration and commitment but also of the joy of “being in the right place”,
which is eudaimonic in that sense.
I’m very connected with my work. I feel that I’m in the right place, feel very fortunate, so ask
myself will I be on the level to accomplish the challenge in front of us. I wonder how I can improve
my capacities. But every day I enjoy it, I love to work and especially love my work here.
(Professional Employee – Social Department)
In other jobs I had the feeling that it was difficult for me to fit in, but here I felt immediately. I felt
that I could develop my skills and realize my potential. (Professional Employee –
Occupational Therapy Service)
These quotes show the development of one’s own potential is related to eudaimonic well-
being in contemporary psychology. Professional employees explain that they have the






perception of the work they do inWISE; professional employees highlighted the relationship
between work and their life philosophy:
My work is part of my philosophy of life. I work the same as I live. I feel full. I give, and at the
same time, I receive a lot. It’s rewarding. I think life is like a circle. I try to feed the project and at
the same time the project feeds me. It allows me to fulfil my need to help others and at the same
time in a natural environment. (Professional Employee –Residence Service)
Especially for those professional employees that have direct contact day-to-day with
beneficiaries, they described well-being at work reflected contributing to solve problems and
facilitate “happiness” of beneficiaries:
I set myself a goal and I achieve it. For example, I propose to resolve a conflict. When I see it done,
it is a great personal satisfaction. Seeing their (beneficiaries) happiness changes my day. These
are the hours that I create a lot of bonds with them. I don’t have to be as busy at work and
everything is smooth. (Professional Employee – Fabric Department)
Yet, for professional employees, it was acceptable to have lower wages in return to work on
something that brings intrinsic motivation to them. Being intrinsically motivated and not by
extrinsic factors maywell be a sign of their eudaimonic preferences.
Do not think we are here for money. My director, myself, we are here earning far less than we
used to. I think that the salary is fairly secondary. As we use to say here, we do not feed bellies we
feed souls. I have been offered (work in other enterprises) and I have said no; I am happy here.
(Professional Employee – Fabric Department)
Other professional employees also emphasise the idea that as professionals they may be
better paid elsewhere in the for-profit sector, and some of them come from multi-nationals,
but they were attracted to this WISE because of the opportunity to do something
meaningful.
The people who are part of the enterprise, want to be here for many more reasons than
just the salary and, in our case, this highlights the great commitment that we have with the
Project. (Professional Employee –HumanDevelopment Department).
Theme 2 – Satisfaction at work: well-being of beneficiaries
Working in an organisation with a suitable environment that can provide the opportunity
for MW may be related to fulfilling psychological needs and contributing towards mental
health. What is important for professional employees was becoming enriched as a person,
despite difficulties (rejected hedonism) through self-development. For beneficiaries, work in
the organisation was understood as an opportunity to enhance their personal development.
Regarding what is important to them, beneficiaries stress the relationships with others;
mainly through the support they receive, resulting in improvements in self-esteem and self-
efficacy. This was particularly important for employees experiencing mental illnesses:
I had very low self-esteem before I came here. My relationship with my partner and my family has
improved. Íve noticed a change, noticed a lot that my self-esteem went up and had more
motivation to work, more responsibility. I had a responsibility that sometimes others don’t give
you (BeneficiaryWorker - Laboratory Department)
Beneficiaries did not talk about helping others to describe how they understand their work
or how this affected their job. During the interview, they expressed narratives about well-
being being based on what they lack or receive from current employment. Highlighting
opportunities for learning and both personal and professional development affected well-




I have learned things, before I was not punctual, but I improved. Before, I was late since I had a
half hour break and it passed quickly. Now I am punctual. In another factory it has nothing to do
with here, there you haven’t got neither breaks nor anything, there is no same comfort as here.
Here we can go out to drink coffee, smoke the cigar. (BeneficiaryWorker – Fabric 2)
The opportunity to learn and improve existing skills was considered important to
beneficiaries. According to this, employee opportunity for learning is linked to the
motivation for improving his life:
I really like learning. Here you can learn. They told me they will send me to be a mechanic. First
Íll go to study mechanics and then come back here again. (BeneficiaryWorker – Fabric 1)
One employee, while explaining what is important to him, explains how happy he is when
his needs are satisfied:
My goal is to come happy to work, come with motivation and to get well with workers and to be
happy and have good vibes. Right now, I am very well, because they have changed my shift and I
come to work in mornings (BeneficiaryWorker – Fabric 2)
Beneficiaries were concerned about the satisfaction of their needs, this then reflected
through to healthier relationships with others, greater flexibility, increased comprehension
of tasks, learning and being motivated. As they did not have the opportunity to contribute to
someone else’s well-being rather than their own, they gave priority to use the support
available to them.
They reported low satisfaction when considering how much they had been paid for their
work. Beneficiaries perceived that they were paid less than would be the case in the for-
profit sector or other organisations in the wider labour market.
I would not go only because somewhere else would pay me more, but if they are good and pay
more than I would leave. I am paid truly little. For eight hours I consider it is poorly paid
(BeneficiaryWorker –Administration Department)
I would stay but the problem is salary, it is minimal. A minimum wage so I try, but it is hard. I
worked somewhere else and earned more, that is why here sometimes I think that I’mwasting my
time. For earning little and working hard. (BeneficiaryWorker – Fabric 1)
While discussing the “money issue” some beneficiaries mentioned that they worked before
in a similar sector and earned more, which contributes to the theme of extrinsic motivation.
Discussion
The presented findings highlight that social enterprises, through the lens of MW, can offer
well-being benefits that, in some cases, goes beyond more “simplistic” pleasure- and
satisfaction-seeking narratives. This would suggest that when considering well-being
generated within social enterprises, there is a need to consider what kind of well-being we
are talking about: eudaimonic well-being would seem to deserve more of our attention.
Moreover, the findings that have been uncovered across two different employee groupings
are currently under-represented in the literature, which we have called “beneficiaries” and
“professional employees”.
Building on the concept of “MW”, the tendency for professional employees to implicate
the role of helping others and see their work as “extraordinarily ordinary” (Amin, 2009) –we
argue that it is likely to occur in WISEs where employees have direct contact with
beneficiaries and exercise professional activities that impact positively upon the lives of






importance of MW and in contributing to others when talking about their psychological
well-being (eudaimonic). On the other hand, beneficiaries are often in a vulnerable position
within the labour market, the opportunity to enhance their skills can decrease their
vulnerability (Kyndt et al., 2013), so they use narratives of satisfaction with their job and
organisation, which is seen as an opportunity for learning, gaining useful experience or
improving self-esteem. This might be the case because of the different roles that employees
have in WISEs. Professional employees often perceive themself as agents that contribute to
others well-being, which compensates them for understanding their work as meaningful and
as a source of personal fulfilment. Meanwhile, beneficiaries perceive their jobs as less
“extraordinary” because of their role of being served or not having the same opportunity to
contribute to the well-being of others. Therefore, for them, working in WISE is an
opportunity to satisfy their own needs.
Perceptions of meaningfulness and personal fulfilment may be highlighted by the
consideration of pay within the WISE. Some workers find intrinsic worth in their work,
which, to an extent, negates the desire for fulfilment of remunerative satisfaction. While
other workers, who are more concerned with their own personal fulfilment, may seek a
higher wage than what the WISE can provide, and therefore, they may seek work in the
wider labour market. Yet, these financial considerations need to be coupled with a wider
understanding of the impact that financial remuneration can make for individuals and the
extra forms of assistance that can be provided within WISEs when compared to
organisations in the wider labour market. This is consistent with literature that suggests
that for low-skilled employees, sometimes employment in the social economy might be
considered as a “temporary stopping point” (Amin, 2009).
Beneficiaries may also understand themselves as those who are there to be served rather
than those who serve the mission. Thus, the different identities in an organisation are likely
to influence how they perceive MW (in terms of helping others and advancing others well-
being). One explanation for this phenomenon could be related to the identity that employees
create in WISE. Social identity theory (Tajfel, 1979) offers a useful lens for explaining how
belonging to a certain group (for example, being a member of a team in a workplace) creates
a sense of identity and provides a source of values or goals. Some groups, as might be the
case for professional employees, share belief that contributing to others is something good
and the right thing to do, which leads them to create MW narratives. People are part of
groups at work. Through roles that provide them with responsibility, they can build and
confirm their identity (Tajfel, 1979). Employees are pro-socially motivated when they are
directly connected to those they contribute to, for example, beneficiaries who are directly
affected by their work (Blau and Scott, 1987). If workers have contact with beneficiaries, it is
related to their commitment and prosocial motivation (Grant, 2007).
Regarding eudaimonic and hedonic well-being, we do not suggest that eudaimonia is
necessarily “superior” to hedonic well-being. Ward and King (2016) also add that
eudaimonia includes, to an extent, being satisfied with oneself and we can see how that
would translate then into important aspects such as self-efficacy, self-esteem and self-
awareness. Indeed, a certain amount of subjective well-being may well be needed for
motivation, personal growth and eudaimonic development (Law and Staudinger, 2016) and
while our findings show that professional employees are generally satisfied, this may well
be down to the existence of a mix of both eudaimonic and hedonic dimensions, albeit there is
important evidence that eudaimonia is related to contributing in life of others (Huta et al.,
2012). In the context of WISEs, meaningfulness can be embedded into the organisational
purpose and mission of the organisation. Organisations such as WISEs can influence how




(2019) adopting a MacIntyrean perspective on social enterprises, where commitment to
social purpose offers participation in virtuous practices while seeking excellence and
improving the well-being of those involved as a result of those actions.
Blake (2019) explains that social enterprise beneficiaries, through the seeking of “internal
goods” within work practices, contributed to their own well-being and meaningful
perception of their contribution. In regard to MW, Pratt and Ashforth (2003, p. 311) propose
that work (or the context of work) is understood as purposeful and significant when
answering the question “why am I here?”, while loss of meaning of work is frequently
related with indifference and detachment from the work itself (May et al., 2004).
Commitment to MW, contribution to others and society, living and working in line with
virtues are all characteristics of eudaimonic work that are often overlooked in well-being
research. Brolis and Angel (2015) suggest future studies are needed to understand the
motivation of social enterprise workers and the potential impact on their well-being beyond
job satisfaction. Also, consistent with Bell and Haugh (2014), we still know little about the
motivation of employees in social enterprises. However, examining the differences in
identity within two employee groups, as was case in this WISE, suggests there might be
differences in understanding MW and its impact on well-being in different contexts (for
example, those facing different disadvantages in the labour market).
Conclusion
This chapter contributes to the discussion of eudaimonic well-being in social enterprise,
particularly WISEs. While philosophical questions on eudaimonia have emerged in
psychological research, we advance perspectives on eudaimonia through recognizing that
the human good consists of both individual and collective goods, and these are commonly
seen in the impacts of WISEs. While a subjective approach common within psychology was
used here, we note from this approach that eudaimonic well-being comes from the
community context in which WISEs are situated, help to create and stimulate. This might
add to future psychological research on eudaimonia where there is a tendency to focus on
the individual, rather than the community context.
Organisations such as WISEs aim to contribute to well-being by enabling opportunities
for MW. Such organisations committed to supporting marginalised groups enable
employees to see their social aim as more important than extrinsic rewards, such as bonuses
or other forms of monetary reward. Moreover, the narratives of WISE workers have
provided themes on how MW is imbued with virtue. As we are social beings, caring for
others, building relationships, striving for common well-being while achieving our highest
potential, are all related to meaningfulness, which can be achieved by working in such
organisations. MW as a topic unites various disciplines and can prove useful for cross-
disciplinary research (Pratt et al., 2013). A more comprehensive approach to well-being is
required, consistent with the idea of eudaimonia, but going beyond subjective well-being
(positive affect, low negative affect and satisfaction). Especially, as there is a gap when
referring to the well-being of those employees within social enterprise who are not only
users but professional workers.
We have added to the discussion about the well-being of those social enterprise workers
through an unpacking of philosophical and psychological approaches in social enterprises.
We have contributed to the psychological discussion of eudaimonic well-being and its
relationship with MW. Promoting eudaimonia in a work context may be important in
helping to prevent mental illness and promoting positive mental health and well-being at
work. Using the lens of eudaimonia can help contribute to this discussion through an






environment especially in social enterprises. This study should lead to further empirical
work to determine whether MW and eudaimonic well-being influence professional workers
inWISEs on a larger scale, particularly across industries and cultures. The interdisciplinary
nature of this topic and applicability in social enterprise, as well as in organisational
psychology research, make this a promising topic for further research in the future.
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